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Abstract: This study aims to determine what factors influence the increased effectiveness of the 
team at the Human Resources Development Agency of East Kalimantan Province. This 
study uses a cross-sectional design that is data collection that is conducted one time at 
a predetermined respondent with data analysis used is the partial least square (PLS) 
approach. A high level of trust will have a positive effect on the greater team 
effectiveness, so that at the same time team members will feel satisfaction in working 
with the group which will then affect the success of the team to achieve group goals. 
Thus, the more team members who are satisfied with the team, the better the 
performance of the interdependent team in completing the given task. 
Keywords: Influence of Trust; Satisfaction; Cohesiveness; Team Effectiveness 
 
1. Introduction 
The success of an organization to achieve its main goals and objectives is determined based on the 
success of a team or group in the organization. The formation of a team provides an advantage so that 
they can obtain varied information, knowledge, skills so as to produce ideas or creativity, Salas, et al., 
(2015). The concept of teamwork is based on the performance of individuals who work collectively and 
depend on each other, so that many organizations implement group-based performance systems in order 
to survive and compete more effectively. Teams are a complex social system that requires 
interdependence between individuals, DeOrtentiis, et al., (2013). 
Group performance through forming a special team to implement a product or service is more 
effective than working individually. However, to achieve the effectiveness of a team is a challenge for the 
organization, so according to Fung (2014), there are several specific reasons for developing the concept of 
team effectiveness, namely first, that team effectiveness will increase the productivity and work morale of 
team members; second, an effective team will relieve the work of the manager so that it will focus on 
other jobs; Third, effective teams will work within and between teams so that the entire organization can 
function effectively 
Team trust can bind team members to stay in the team (Team Cohesion), because team members feel 
the attraction of one another. Without team trust, openness and dependence between team members will 
not be realized, because building perceptions of trust has a negative impact on the team's ability to 
maintain group cohesiveness, DeOrtentiis, et al., (2013). Cohesion bonds are formed within the team 
which facilitate group development and maintenance, thus contributing to increased cohesion. 
In increasing the productivity of a team's performance, cohesion is one of the determinants of the 
performance effectiveness characteristics of the team. Picazo, et al., (2015). Team performance in 
organizations can be measured through the achievement of a cohesive team success. Team cohesion can 
reflect the attitude of team members who want to stick together to achieve common goals Picazo et al., 
(2015). Team members who do not feel cohesion, lack of motivation to be involved in tasks will tend not 
to participate in contributing to the team, Salas et al., (2015). Fung (2014), explains that the greater the 
cohesiveness in the team, the more effective team members will need each other. Team cohesiveness is 
very important in understanding group performance, that is, achieving good performance will strengthen 
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team cohesion in the group, Bravo, et al., (2018). Thus, that team cohesion has an impact on team 
effectiveness, Daspit, et al., (2013); Bravo, et al., (2018) and improve team performance in achieving 
group goals. 
In addition, the concept of team satisfaction can be felt by team members, by showing the 
optimization of team performance to achieve certain goals. DeOrtentiis, et al., (2013), stated that job 
satisfaction in teams has an important role in the effectiveness of team performance which affects 
individual motivation to work, members' ability to complete tasks, level of effort, and member 
satisfaction with their work. Therefore, the satisfaction felt by the team can be a mediation between the 
perception of team trust on the level of team effectiveness, DeOrtentiis, et al., (2013). The phenomenon 
that occurs in the civil servant work environment, which is the object of research, has several managerial 
problems that become obstacles and obstacles faced by employees. 
In general, the government does not have a good employee recruitment plan, seen from the large 
number of civil servants who do not have a clear job description. In addition, the mechanism for 
recruiting employees by the government is inaccurate, where there is no competency and skill test that 
matches the job requirements. Next is the inaccurate management of employee governance, which 
includes the placement, coaching and career development of civil servants. In particular, this phenomenon 
occurs in relation to HR behavior, such as the mismatch of professional work standards (low employee 
discipline, low motivation, minimal innovation, and the presence of non-formal groups), unequal rewards 
or rewards systems, and reward-based work systems. will be motivated if there are rewards, in the form of 
honorarium or others). The findings of preliminary observations through direct observation and 
interviews regarding team effectiveness, obtained preliminary information that the weakness of the 
effectiveness of the team being carried out is the lack of control of members of technical matters applied 
to operational activities (computerization), limited interaction of team members so that it is less 
intertwined. Optimal communication as well as the gap between treatment and distribution of team job 
descriptions for PNS and Non PNS officials that are less or not proportional. Many of the workloads 
carried out are limited to aborting obligations and rarely reaching the essence of loyalty and worship. 
preliminary information was obtained that the weaknesses in the effectiveness of the team being run were 
the lack of control of members over technical matters applied to operational activities (computerization), 
limited team member interactions resulting in less optimal communication and gaps between treatment 
and distribution of team job descriptions. accepted for civil servants and non-civil servants who are less or 
not proportional. Many of the workloads carried out are limited to aborting obligations and rarely 
reaching the essence of loyalty and worship. preliminary information was obtained that the weaknesses in 
the effectiveness of the team being run were the lack of control of members over technical matters applied 
to operational activities (computerization), limited team member interactions resulting in less optimal 
communication and gaps between treatment and distribution of team job descriptions. accepted for civil 
servants and non-civil servants who are less or not proportional. Many of the workloads carried out are 
limited to aborting obligations and rarely reaching the essence of loyalty and worship. Limited interaction 
of team members so that there is less optimal communication and the gap between treatment and 
distribution of team job descriptions received by PNS and Non PNS officials is less or not proportional. 
Many of the workloads carried out are limited to aborting obligations and rarely reaching the essence of 
loyalty and worship. Limited interaction of team members so that there is less optimal communication 
and the gap between treatment and distribution of team job descriptions received by PNS and Non PNS 
officials is less or not proportional. Many of the workloads carried out are limited to aborting obligations 
and rarely reaching the essence of loyalty and worship. 
Based on the background described above, the following problems can be formulated: 
1. Does Team Trust have a significant effect on Team Cohesiveness of the employees of the Human 
Resources Development Agency of East Kalimantan Province? 
2. Does Team Trust have a significant effect on Team Effectiveness among employees of the 
Human Resources Development Agency of East Kalimantan Province?  
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3. Does Team Satisfaction have a significant effect on Team Cohesiveness for employees of the 
Human Resources Development Agency of East Kalimantan Province? 
4. Does Team Satisfaction have a significant effect on Team Effectiveness for employees of the 
Human Resources Development Agency of East Kalimantan Province? 
5. Does Team Satisfaction have a significant effect on Team Effectiveness for employees of the 
Human Resources Development Agency of East Kalimantan Province? 
6. Can Team Cohesiveness mediate the relationship between Team Trust and Team Effectiveness 
among employees of the Human Resources Development Agency of East Kalimantan Province? 
7. Whether Team Cohesiveness can mediate the relationship between Team Satisfaction and Team 
Effectiveness Effectiveness) on employees of the Human Resources Development Agency East 
Kalimantan Province? 
 
2. Research Method 
Research design refers to the overall strategy chosen to integrate the various components of the research 
in a logical way and to ensure the researcher will effectively design strategies for data collection, 
measurement and analysis. This study uses a quantitative-causal approach, which is to measure the causal 
effect on the relationship between the variables that have been hypothesized in the research model. Based 
on the time of data collection, this study uses a cross-sectional design that is data collection is carried out 
one time on the specified respondents. The research variable is a The attributes or characteristics of 
people, objects or activities that have certain variations are determined by researchers to study and draw 
conclusions, Sugiyono (2012). The definitions of the two variables are: 1. Dependent variable (dependent 
variable) or dependent variable. That is the variable that is the main focus of the researcher. The essence 
of a problem is easily seen by recognizing the various dependent variables used in a model, Ferdinand 
(2013). In this study, the dependent variable is Team Cohesivity (Y1) and Team Effectiveness (Y2). 2. 
Independent variables (independent variables) or independent variables, namely variables that affect the 
dependent variable, whether the effect is positive or the effect is negative, Ferdinand (2013). Independent 
variables in this study: Team Trust (X1) and Team Satisfaction (X2) The essence of a problem is easily 
seen by recognizing the various dependent variables used in a model, Ferdinand (2013). In this study, the 
dependent variable is Team Cohesivity (Y1) and Team Effectiveness (Y2). 2. Independent variable 
(independent variable) or independent variable, namely the variable that affects the dependent variable, 
whether the effect is positive or the effect is negative, Ferdinand (2013). Independent variables in this 
study: Team Trust (X1) and Team Satisfaction (X2) The essence of a problem is easily seen by 
recognizing the various dependent variables used in a model, Ferdinand (2013). In this study, the 
dependent variable is Team Cohesivity (Y1) and Team Effectiveness (Y2). 2. Independent variables 
(independent variables) or independent variables, namely variables that affect the dependent variable, 
whether the effect is positive or the effect is negative, Ferdinand (2013). Independent variables in this 
study: Team Trust (X1) and Team Satisfaction (X2) Ferdinand (2013). Independent variables in this 
study: Team Trust (X1) and Team Satisfaction (X2) Ferdinand (2013). Independent variables in this 
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Based on background problems, theoretical studies, and previous research 
as well as the research concept framework above, the following hypothesis is proposed: 
1. Trust (Trust) has a positive and significant effect on cohesiveness Team (Team Cohesiveness), 
(H1). 
2. Team Trust has a positive and significant effect on Team Effectiveness, (H2). 
3. Team Satisfaction has a positive and significant effect against Team Cohesiveness, (H3). 
4. Team Satisfaction has a positive and significant effect on Team Effectiveness, (H4). 
5. Team Cohesiveness has a positive and significant effect on Team Effectiveness, (H5). 
6. Team cohesion (Team Cohesiviness) can mediate the relationship between Team Trust (Team 
Trust) on Effectiveness (Effectiviness), (H6). 
7. Team cohesion (Team Cohesiviness) can mediate the relationship between Team Satisfaction on 
Team Effectiveness (Team Effectiviness), (H7). 
 
2.1 Data 
The data in this study used quantitative research data, namely data in the form of numbers or qualitative 
data which were assessed (scoring). Quantitative data were obtained from filling out a questionnaire 
measured by the Likert Type Item 5 option. In addition to questionnaires, some data such as internal 
reports in organizations and scientific journals are used as a basis for understanding problems and 
theoretical foundations for research. Population and sample of this research, Population is a generalization 
area consisting of objects / subjects that have certain qualities and characteristics determined by the 
researcher for study and then draw conclusions. Not all employees (PNS and Non PNS) in the Human 
Resources Development Agency of East Kalimantan Province can be the population in this study, because 
not all of them work in a team. 
46 (forty six) people consisting of PNS and Non PNS, namely those who are included in the PKMF 
Field Team (Managerial and Functional Competency Development) and the PKT Field Team (Technical 
Competency Development). The sample is part of the total characteristics of the population, Sugiyono 
(2012). The sample in this study is the entire population (total sampling) with the consideration that it is 
not too difficult to obtain data because it is in one location. The sample in this study consisted of several 
(heterogeneous) elements, namely PNS and Non PNS Employees. The criteria used are grouping 
employees (PNS and Non PNS) who work in teams, namely: 1) PKMF (Managerial and Functional 
Competency Development) Team, totaling 25 (twenty five) people, and 2) PKT (Technical Competency 
Development) Team, totaling 21 (twenty one) people. The number of sample members is as follows: 
Sample 
No. Team Name Total Member 
1 PKMF 25 People 
2 PKT 21 People 
 
2.2 Partial Least Square Analysis  
In this study, the data analysis used the partial least square (PLS) approach. Partial least square analysis 
(PLS) is a multivariate statistical technique that performs comparisons between multiple dependent 
variables and multiple independent variables. PLS is a variant-based SEM statistical method designed to 
solve multiple regression when specific problems occur in the data, such as small study sample size, 
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missing data and multicollinearity, Jogiyanto (2011). According to Ghozali & Latan (2014), PLS is an 
alternative approach that shifts from a covariance-based to variant-based SEM approach. Covariance-
based SEM generally tests causality / theory while PLS is more of a predictive model. PLS is a powerful 
analytical method Ghozali & Latan (2014), because it is not based on many assumptions. For example, 
the data must be normally distributed, the sample does not have to be large. Besides being able to be used 
to confirm the theory, PLS can also be used to explain whether there is a relationship between latent 
variables. PLS can simultaneously analyze the constructs formed by reflective and formative indicators. 
According to Ghozali & Latan (2014), the purpose of PLS is to help researchers for predictive purposes. 
The formal model defines latent variables as linear aggregates of the indicators.  
The weight estimate for creating a latent variable score component is obtained based on how the 
inner model (a structural model that connects between latent variables) and the outer model (the 
measurement model, which is the relationship between the indicator and its construct) is specified. The 
result is the residual variance of the dependent variable. The parameter estimates obtained by PLS can be 
categorized into three. First, is the weight estimate used to create the latent variable score. Second, it 
reflects the path estimate that connects latent variables and between latent variables and their indicators 
(loading). Third, it relates to means and location parameters (regression constant values) for indicators 
and latent variables. To obtain these three estimates, PLS uses a 3-stage iteration process and each 
iteration stage produces an estimate. The first stage is to produce a weight estimate, the second stage is to 
generate an estimate for the inner model and outer model, and the third stage to produce an estimate of 
means and location, Ghozali & Latan (2014).  
The parameter estimates obtained by PLS can be categorized into three. First, is the weight estimate 
used to create the latent variable score. Second, it reflects the path estimate that connects latent variables 
and between latent variables and their indicators (loading). Third, it relates to the means and location 
parameters (regression constant values) for indicators and latent variables. To obtain these three 
estimates, PLS uses a 3-stage iteration process and each iteration stage produces an estimate. The first 
stage is to produce a weight estimate, the second stage is to produce an estimate for the inner model and 
outer model, and the third stage to produce an estimate of means and location, Ghozali & Latan (2014). 
The parameter estimates obtained by PLS can be categorized into three. First, is the weight estimate used 
to create the latent variable score. Second, it reflects the path estimate that connects latent variables and 
between latent variables and their indicators (loading).  
Third, it relates to the means and location parameters (regression constant values) for indicators and 
latent variables. To obtain these three estimates, PLS uses a 3-stage iteration process and each iteration 
stage produces an estimate. The first stage is to produce a weight estimate, the second stage is to produce 
an estimate for the inner model and outer model, and the third stage to produce an estimate of means and 
location, Ghozali & Latan (2014). Second, it reflects the path estimate that connects latent variables and 
between latent variables and their indicators (loading). Third, it relates to means and location parameters 
(regression constant values) for indicators and latent variables. To obtain these three estimates, PLS uses 
a 3-stage iteration process and each iteration stage produces an estimate. The first stage is to produce a 
weight estimate, the second stage is to produce an estimate for the inner model and outer model, and the 
third stage to produce an estimate of means and location, Ghozali & Latan (2014). Second, it reflects the 
path estimate that connects latent variables and between latent variables and their indicators (loading). 
Third, it relates to means and location parameters (regression constant values) for indicators and latent 
variables.  
To obtain these three estimates, PLS uses a 3-stage iteration process and each iteration stage 
produces an estimate. The first stage is to produce a weight estimate, the second stage is to produce an 
estimate for the inner model and outer model, and the third stage to produce an estimate of means and 
location, Ghozali & Latan (2014). To obtain these three estimates, PLS uses a 3-stage iteration process 
and each iteration stage produces an estimate. The first stage is to produce a weight estimate, the second 
stage is to produce an estimate for the inner model and outer model, and the third stage to produce an 
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estimate of means and location, Ghozali & Latan (2014). To obtain these three estimates, PLS uses a 3-
stage iteration process and each iteration stage produces an estimate. The first stage is to produce a weight 
estimate, the second stage is to produce an estimate for the inner model and outer model, and the third 
stage to produce an estimate of means and location, Ghozali & Latan (2014). 
 
3. Results and Discussion 
3.1.  Results 
 
 
Response based on ASN status 
Status Total Percentage% 
Civil servants 30 65% 
PPPK 16 35% 
Total 46 100% 
 
Response based on Gender 
 
Gender Total Percentage% 
Man 21 46% 
Woman 25 54% 
Total 46 100% 
 
 
Responses based on education level 
 
Education Level Total Percentage% 
High school 9 20% 
D3 10 22% 
S1 15 33% 
S2 12 26% 




Cross Loadings Test Results 
Indicator CH EF SF TR 
CH1 0.573 0.529 0.695 0.297 
CH2 0.876 0.796 0.599 0.719 
CH3 0.853 0.701 0.617 0.714 
CH4 0.874 0.693 0.589 0.666 
CH5 0.677 0.585 0.423 0.316 
EF1 0.855 0.855 0.676 0.557 
EF2 0.460 0.676 0.330 0.528 
EF3 0.427 0.634 0.517 0.264 
SF1 0.395 0.427 0.770 0.568 
SF2 0.564 0.558 0.737 0.714 
SF3 0.659 0.584 0.725 0.752 
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SF4 0.458 0.481 0.630 0.134 
SF5 0.413 0.400 0.550 -0.029 
TR1 0.689 0.621 0.536 0.870 
TR2 0.619 0.448 0.516 0.910 
TR3 0.553 0.533 0.708 0.802 




AVE and AVE Root 
Variable AVE AVE root Ket 
CH 0.884 0.610 Valid 
EF 0.769 0.530 Valid 
SF 0.815 0.472 NotValid 
TR 0.896 0.742 Valid 



























PLS Algorithm Structural Model Path Diagram 
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PLS Bootstrapping Structural Model Path Diagram 




The Effect of Team Trust on Team Cohesivity (Team Cohesiveness) 
Based on the results of the analysis and hypothesis testing, it is concluded that trust has a positive and 
significant effect on cohesiveness. This positive coefficient value indicates that the better the trust, the 
betterThis implies better cohesiveness in the Human Resources Development Agency of East Kalimantan 
Province. 
To maintain and increase Team Trust in order to increase Team Cohesivity, a number of things can be 
done, including, among others, by providing good examples / examples from leaders or senior employees, 
increasing care / empathy for fellow employees. and increase the active participation of all members / 
employees. 
 
The Effect of Team Trust on Team Effectiveness) 
Based on the results of analysis and hypothesis testing, it is concluded that Trust is not significant to 
Effectiveness This coefficient value indicates that good or bad trust has a less dominant influence on the 
effectiveness of the Human Resources Development Agency of East Kalimantan Province. There are 
things that can be done to maintain and maintain Team Trust in order to increase Team Effectiveness, 
including through the need to increase good and intensive relationships between superiors and 
subordinates as well as fellow colleagues as well as implementing good conflict management 
(immediately overcoming problems so that they do not prolong and raises new problems). 
 
Effect of Team Satisfaction on Team Cohesivity (Team Cohesiveness) 
Based on the results of the analysis and hypothesis testing, it is concluded that satisfaction is proven to 
have a positive and significant effect on cohesiveness. This positive coefficient value indicates that the 
better the satisfaction, the better This implies better cohesiveness in the Human Resources Development 
Agency of East Kalimantan Province. employee ideas and always provide motivation to employees. 
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Effect of Team Satisfaction on Team Effectiveness (Team Effectiveness) 
Based on the results of the analysis and hypothesis testing, it is concluded that satisfaction does not have a 
significant effect on effectiveness. This coefficient value indicates that good or bad satisfaction does not 
affect the effectiveness of the Human Resources Development Agency of East Kalimantan Province. 
Things that can be done to increase member satisfaction in order to improve organizational work 
effectiveness include refresher (rolling / transfer of staff) to the work environment and placing employees 
in a position based on their respective competencies and passions, developing employee competencies 
(through training, coaching, mentoring and others), adding adequate work support facilities (equipment 
and applications) so that the goals and team effectiveness can be achieved as expected. 
 
The Effect of Team Cohesiveness on Team Effectiveness 
Based on the results of analysis and hypothesis testing, Cohesivity is proven to have a positive and 
significant effect on effectiveness. This positive coefficient value indicates that the better the 
cohesiveness, it will have implications for the better the effectiveness of the Human Resources 
Development Agency of East Kalimantan Province. 
To increase Team Cohesiveness so that Team Effectiveness can also increase, an institution can make 
efforts, among others, by continuously disseminating the vision, mission and goals of the organization to 
all employees (PNS and Non PNS) so that all parties have the same understanding of the direction and 
goals of the organization and improve relations between employees in both official and non-official / 
informal relationships, for example through routine / periodic meetings (staff meetings, coffee mornings, 
outbound and others). 
 
The Effect of Team Trust on Team Effectiveness through Team Cohesiveness 
Based on the results of the analysis and hypothesis testing, it is concluded that the effect of trust on 
effectiveness through cohesiveness has a positive and significant effect. This means that the Cohesivity 
variable can mediate Trust in Effectiveness, in the Human Resources Development Agency of East 
Kalimantan Province. 
 
Things that can be done to maintain and increase Team Trust and Team Cohesiveness in order to increase 
Team Effectiveness include implementing an open communication system between all parties, building a 
strong commitment from all organizational components and applying the principle of transparency within 
the organization. 
 
The Effect of Team Satisfaction on Team Effectiveness through Team Cohesiveness 
 
Based on the results of the analysis and hypothesis testing, it is concluded that the effect of satisfaction on 
effectiveness through cohesiveness has a positive and significant effect. This means that the Cohesivity 
variable can mediate satisfaction with effectiveness at the Human Resources Development Agency of 
East Kalimantan Province. 
Things that can be done to maintain and increase Team Satisfaction and Team Cohesiveness in order to 
increase Team Effectiveness, among others, by implementing a fair reward and punishment system and 
the existence of a leader who is wise and has high integrity, considering that in BPSDM East Kalimantan 
Province in a period of more than The last 1 (one) year has no definitive leadership. 
 
4. Conclusion 
1. Trust has a positive and significant effect on cohesiveness. This explains that the better trust is, it 
will have implications for better cohesiveness in the Human Resources Development Agency of 
East Kalimantan Province. 
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2. Trust is not significant towards Effectiveness. The results of the study explained that the high and 
low number of trust had no effect on the effectiveness of the Human Resources Development 
Agency of East Kalimantan Province. 
3. Satisfaction has a positive and significant effect on cohesiveness. And it can be concluded that 
the better the satisfaction, it will have implications for the better cohesiveness of the Human 
Resources Development Agency of East Kalimantan Province. 
4. Satisfaction is not significant to Effectiveness. From the research results it can be explained that 
good or bad the Satisfaction number does not affect the effectiveness of the Human Resources 
Development Agency of East Kalimantan Province. 
5. Cohesivity has a positive and significant effect on effectiveness. The results showed that the 
better the cohesiveness, the better the effectiveness of the Human Resources Development 
Agency of East Kalimantan Province. 
6. Belief in effectiveness through cohesiveness has a positive and significant effect. This means that 
the Cohesivity variable can mediate Trust in Effectiveness in the Human Resources Development 
Agency of East Kalimantan Province. 
7. Satisfaction with effectiveness through cohesiveness has a positive and significant effect. In other 
words, Cohesiveness can mediate Satisfaction with Effectiveness at the Provincial Human 
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